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Abstract: The Kingdom of Saudi Arabia (KSA) construction sector is an important industry 
and contributes approximately 20% of the gross domestic product (GDP). However, 
uncertainty, complexity, sustainability and Saudi Arabia National Policy Plan 2030 are 
among the most important features of the current construction business environment in the 
KSA. Therefore, for the KSA construction organisations, the creation of economic value by 
addressing the above issues now increasingly poses real profound strategic challenges. This 
paper focuses on key knowledge management (KM) strategies that the KSA construction 
organisations implemented en route to organisational competitiveness. The findings are in the 
main, based on semi-structured interviews with 46 professionals from 30 construction 
organisations. The data analysis revealed that, the key initiatives implemented broadly under 
the umbrella of KM are knowledge sharing initiatives, knowledge capturing initiatives and 
knowledge mapping initiatives. The scarcity of knowledge and expertise is, and will continue 
to be, a huge challenge for many construction organisations in the KSA. 
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1. Introduction   
 
The Kingdom of Saudi Arabian (KSA) construction is worth USD 25.3 billion and 
contributes approximately 20% of the Saudi Arabia GDP and continues to be, the most 
significant economic activity outside the oil sector (RnR Market Research, 2014, Timetric, 
2014). This is particularly important in the Saudi Arabian construction sector as the Saudi 
Government is making huge investments in its attempt to move towards a knowledge-based 
society as highlighted in the vision 2030 of the Saudi Arabian National Policy Plan (Al 
Hussain et al., 2012). Alotaibi et al. (2013) state that large number of mega construction 
projects being carried out in the Saudi private and public sectors due to rapid economic 
growth of the KSA. However, uncertainty, complexity, sustainability, climate change, and 
Saudi Vision 2030 are among the most important features of the current construction business 
environment in the KSA. There is also a shortage of skilled, experienced local engineers in 
Saudi Arabia, which is hampering the growth and development of the local construction 
sector. The strict Suadization measures imposed across the industry resulted in large scale 
and acute shortage of skilled labour to meet the needs of the growing construction, causing 
delays in projects for which contracts had been awarded (Ventures, 2015). Therefore, for the 
KSA construction organisations, the creation of economic value by addressing the above 
 
 
issues now increasingly poses real profound strategic challenges. As organisations try to meet 
these complex challenges, they need to be innovative.  
 
It is widely recognised that knowledge is an essential strategic resource for an organisation to 
retain a sustainable competitive advantage. Therefore, managing knowledge has become 
significant for today’s organisations to meet changes and challenges. Specifically with 
respect to the construction industry, Yu et al., (2013) highlighted the complexity associated 
with the knowledge-intensive environments of the construction industry where cumulative 
identity of experiences and knowledge daily differ across engineers, projects and companies. 
Construction project activities are knowledge-intensive activities which place construction 
organisations in the position to find ways to manage their knowledge more efficiently and 
effectively (Rezgui et al., 2010). Thus studies have reported that the need for effective 
knowledge management (KM) in the construction industry by reusing and sharing knowledge 
to improve quality, reduce time and cost of project completion and ultimately improve 
competitiveness (Ahmad and An, 2008; Yu et al., 2013).  
 
Khuzaimah and Hassan (2012) pointed out that knowledge must be deliberately and 
consciously managed in a systematic manner to enable organisations to avoid repetition of 
costly mistakes, to achieve improved performance and reinvention of wheels. However, the 
process of managing knowledge in the construction industry is not a simple task and requires 
thorough planning and preparation. Due to the intrinsic characteristics of the construction 
industry that is highly fragmented and transient in nature, the success rate of managing 
project knowledge has been somewhat minimal (Egbu and Robinson, 2005).  
 
Knowledge is a vital resource for construction oriented organisations. In construction projects 
knowledge is scattered and the pool of knowledge could be lost if there is no proper channel 
for the knowledge created during the construction phase, for re-use on other projects (Kasimu 
et al., 2013). The knowledge can be divided in two categories, known such as tacit 
knowledge and explicit knowledge. Where, the tacit is normally defined as the personal 
knowledge which is difficult to formalise, written down, explained and described. In contrast 
of the tacit is the explicit knowledge which is easily to formalise and described, which means 
is easily transmitted between people (Nonaka, 1994). In the same vein Hariharan (2015) 
supported this view defining the tacit knowledge is normally managed by experts, due to its 
difficult nature to document and share with others. In broader perspective, Gerami (2010) 
also share the same opinion, pointing out that, this type of knowledge is normally in the 
peoples mind, obtained through their experiences.  
 
Contrasting with the tacit, explicit knowledge is a more formal and could be transferred and 
managed by words, numbers in different type of sources such as a books, manuals, journals, 
data bases and others (Steven, et al., 2010). However Suresh, et al., (2017) explained there 
are different forms of knowledge mentioning them as tacit, explicit, hard, soft, tangible and 
intangible. But the majorities of authors just recognise the KM in the two common 
classifications. Shah et al (2014) established that, the tacit knowledge can be divided in two 
categories as a cognitive and technical. Where the cognitive is created by working models of 
the surrounding world, which the mind plays an important role because is who creates and 
manipulates all the interpretations. The cognitive elements can comprise paradigms, beliefs, 
and viewpoints which are used by the mind to creates pattern and perceive and define the 
environment. Nonaka (1994) points out that, a person recognise and interpret the surrounding 
environment through the patterns of the cognitive knowledge and the technical knowledge is 
based on of the know-how, abilities and techniques apply to a specific situation.   
 
 
 
McEvily and Chakravarthy (2002) acknowledge that the tacit knowledge it is specific and 
complex, due to once is developed inside the organisation start to generate long lasting 
advantage because this type of knowledge is too difficult to imitate. The organisation can 
expand their knowledge base through the application of existing knowledge in the company, 
along with the new one (Szulanski, 2003), allowing the organisation absorbs the internal and 
external knowledge and mix them with the pre-acquired knowledge, and creates new one 
(Cohen and Levinthal, 1990). Even the explicit knowledge can be involved. This can be 
combined with the internal knowledge which may result in new and exclusive knowledge 
(Zack, 2002). Therefore, KM can be seen as a tool in order to enhance organisational 
performance with many academic and practitioners advocating the construction 
organisational benefits of KM including delivery of projects with quality, shorter design and 
production times, customer and staff satisfaction and market leadership (Carrillo and 
Chinowsky, 2006; Suresh et al., 2017). In addition, Teerajetgul et al., (2009) emphasised that 
KM is in fact the formalisation of the admittance in the direction of experience, knowledge 
and expertise with the aim of creating new capacities, facilitate better quality performance, 
promote innovation, as well as improve customer worth. Kasimu (2013) acknowledges when 
experiences, in other words knowledge and skills are properly shared at the right time then 
the same problems in the construction project do not necessarily need to be solved constantly.  
 
Hislop (2013) define KM as an umbrella term which refers to any deliberate efforts to 
manage the knowledge of an organisation’s workforce, which can be achieved via a wide 
range of methods including directly, through the use of particular types of information and 
communication technology, or more indirectly through the management of social processes, 
the structuring of organisation in particular ways or via the use of particular culture and 
people management practices. Alavi and Leidner (2001) defined KM as the systematic 
process of acquiring, organising and communicating knowledge both tacit and explicit of 
organisational members so that others may make use of it to be more effective and 
productive. Within the construction industry context the KM process has been perceived as 
the combination of a series of activities for identifying, capturing, sharing and using 
knowledge (Suresh et al., 2017). Indeed, KM strategies can help to avoid the repetition of 
similar mistakes from previous work and therefore improve work efficiency. In other words, 
KM strategies can avoid additional effort, reduce the time spent and save money (Kamara et 
al., 2002).  
 
Considering the prevailing and emerging political and economic conditions in the KSA, the 
Vision 2030 presents several upcoming opportunities for the growth and development of the 
country. Such opportunities also highlight the need for inculcating effective KM practices 
within the KSA construction organisations to enhance the skills, ability and knowledge 
among the employees to be able to take advantage of the growth opportunities increase their 
profitability and sustainability (Fakeeh, 2016). In this respect, the Vision 2030 emphasises 
three pillars, firstly, the position of KSA to be central to the Arabian and the Islamic 
countries; secondly, determination of the country to emerge as a global investment 
powerhouse and transform the unique strategic location of the country into an international 
centre that connects the three continents of Europe, Asia and Africa. The focus in these areas 
opens numerous opportunities of growth and expansion for the organisations, which can 
capitalise on such opportunities by harnessing knowledge among the employees (Fakeeh, 
2016). Thus, KM is proved to be highly essential for the growth of construction organisations 
of the KSA (Whittom and Roy, 2009). Although KM has been widely practiced in the 
western countries, there is a little evidence in the KSA especially in the construction industry. 
 
 
Therefore, the aim of this paper to investigate key KM strategies the KSA construction 
organisations implemented en-route to organisational competitiveness.  
  
For the purpose of this research, KM is defined as “a systematic and integrative process of 
coordinating the organisation-wide activities of mapping, capturing, and sharing knowledge 
by individuals and groups in pursuit of the major organisational sustainability goals and 
objectives”. Various construction organisations in KSA are engaged in the KM strategies for 
leveraging knowledge within the organisation and across the value chain. For successful KM 
implementation, it is essential for the KSA construction organisations to establish knowledge 
networks and develop an effective mechanism for knowledge mapping, capturing, and 
sharing. 
 
2. Research Methodology 
 
The aim of this research is to investigate key KM strategies the KSA construction 
organisations implemented en-route to organisational competitiveness. In order to achieve 
this aim, a robust methodology was considered essential. Tutt et al (2012) noted that research 
methodology in social enquiry refers to far more than the methods adopted and encompasses 
the rationale and philosophical assumptions that underlie a particular study. These, in turn, 
influence the actual research methods that are used to investigate a problem and to collect, 
analyse and interpret data. Therefore, the choice of research methodology is a crucial and 
difficult step in the research process. 
 
Gable (1994) argued that an explorative qualitative approach is better suited to study a 
nascent research field and gain valuable initial insights, rather than large scale surveys. 
Unfortunately, not much is understood about how KSA construction organisations most 
effectively implement KM initiatives and what leaders do to successfully set and integrate 
KM strategies and goals. In fact, many KSA construction organisations are struggling to fully 
implement a KM framework and find that integration of this ‘‘new work’’ into the corporate 
culture, and the leadership required, to be quite challenging. Therefore, given the complexity 
of KM issues and the paucity of comparable research in the KSA, qualitative research 
methodology was adopted.  
 
Qualitative research, based on an interpretive paradigm, is exploratory by nature, thus 
enabling researchers to gain information about an area in which little is known (Liamputtong 
and Ezzy, 2005). According to Bryman and Bell (2015), the qualitative method tends to be 
concerned with words rather than numbers. The findings of qualitative research are focused 
acknowledging the qualities of phenomena rather than their mathematical measurement. The 
qualitative method covers the subject of study holistically. Hyde (2000) noted that qualitative 
produces a wealth of detailed data on a small sample and the data collection is not restricted 
to predetermined categories or themes. Therefore, the philosophical underpinning of this 
study is based on constructivist-interpretive paradigms. 
 
Bernard (2006) noted that data gathering is crucial in research, as the data is meant to 
contribute to a better understanding of a theoretical framework. Primary data was collected 
through semi-structured interviews. Indeed, semi-structured interviews were selected, due to 
flexibility they afford whilst still allowing detailed responses between the interviewer and the 
interviewee (Smart et al., 2014). To ensure greater dependability and transferability 
(Creswell, 2014), a total of 46 professionals from 30 KSA construction organisations were 
interviewed.  
 
 
 
It is imperious that selecting the manner of obtaining data and from whom the data will be 
acquired be done with sound judgment, especially since no amount of analysis can make up 
for improperly collected data (Tashakkori and Teddlie, 2010). Therefore, a purposive 
sampling technique was used in order to achieve representativeness. The purposive sampling 
technique, also called judgment sampling, is the deliberate choice of a participant due to the 
qualities the participant possesses. It is typically used in qualitative research to identify and 
select the information-rich cases for the most proper utilization of available resources (Patton, 
2014). This involves identification and selection of individuals or groups of individuals that 
are proficient and well-informed with a phenomenon of interest (Creswell, 2014). In addition 
to knowledge and experience, Bernard (2006) noted the importance of availability and 
willingness to participate, and the ability to communicate experiences and opinions in an 
articulate, expressive, and reflective manner. The study sample included directors, advisers 
and managers responsible for KM strategies implementation in their respective organisations.  
 
The interviews took place between the months of July and December 2016 and were recorded 
with the prior authorisation of respondents in an iPhone handset and supplemented with field 
notes as appropriate. The format of these interviews was face-to-face. The interviews lasted 
between 30 and 90 minutes, with later transcription of the entire content of the interviews. 
The analysis of the interviews was undertaken using Content Analysis. This type of analysis 
is practical when open-ended questions are used in soliciting information, because it allows 
for defining content categories through coding. Selecting and defining categories (codes) is 
analogous to treating open-ended questions as if they were closed-ended in survey research 
(Singleton and Straits, 2005). Fraenkel and Wallen (2003) noted that content analysis is a 
study of textual messages of human behaviour in an indirect way. This helps researchers 
generalise findings, predict the future, understand attitudes, values and cultural patterns of an 
organisation or an industry or a country.  
In the study, coding of the transcribed documents involved open coding of meaning units, 
that is, words, phrases, sentences, paragraphs, which essentially involved labelling concepts. 
The emerging concepts were mapped into themes. Threats to validity were minimised 
through triangulation of data collection methods (interviews, internal and external 
documents) and verification of the initial thematic codes by participants, where they judged 
the accuracy of data collected, though not its conclusions. The unit of analysis adopted for 
this study was the KSA construction industry, and the embedded unit of assessment was the 
‘individual employee’. 
 
3. Key KM strategies implemented for competitive advantage in the KSA construction 
organisations   
 
In this study, interviewees were asked to list and describe key KM strategies that have been 
implemented in their organisation through face-to-face interviews. Table 1 shows the three 
key KM strategies as revealed by those interviewed in this study. Each of these key strategies 
is discussed in detail below. 
 
Table 1: Implementation of KM strategies for competitive advantage in the KSA construction organisations 
 
KM strategies implemented Percentage of interviewees cited  
(N= 46) 
Sharing knowledge  85% (39/46) 
Capturing knowledge  70% (32/46) 
Mapping knowledge  50% (23/46) 
 
 
 
 
3.1 Sharing knowledge   
 
Knowledge sharing is the voluntary dissemination of acquired skills and experience to the 
rest of the organisation (Davenport, 1997). Some define internal knowledge sharing as the 
beliefs or routines for disseminating knowledge and experience across the units of an 
organisation (Calantone, et al., 2002). The acts of sharing are very important since an 
individual’s knowledge will not have much impact on the organisation unless it is made 
available to other individuals (Nonaka and Takeuchi, 1995). A lack of knowledge sharing 
may inhibit or hinder KM efforts (Ipe, 2003). Although knowledge exists at different levels 
of an organisation, for instance, at the individual, team, and organisation levels, sharing of 
knowledge at the individual level is critical to an organisation. 
 
In this study, 85% (39 of the 46) of the interviewees noted that their organisations have 
implemented knowledge sharing strategies. The key reasons cited by these interviewees 
include: to share best practices, to share latest policy issues with key employees, and to 
accelerate and improve the flow of knowledge between key stakeholders (e.g. between 
procurement team and design team). In this study, most often cited knowledge sharing 
techniques and technologies include: community of practice, pod casting, face-to-face 
discussion, mentoring, seminars, bulletin board, company television channels, team briefs, 
teleconference, forums, telephones, mentoring and shadowing, an organisation’s newsletters, 
leaflets, and websites. 
For instance, one of the interviewees noted that:  
“Sharing successes and failures stories in meetings and discussions with employees 
and key stakeholders are often critical to our success. We also use newsletters as a 
channel to share success stories, how our colleagues or teams have succeeded in 
reducing waste or delivering higher quality product, or increased customer 
satisfaction”. 
 
Of the interviewees, 65% (29 of the 46) of the noted that their organisations have monetary 
and non-monetary reward system for sharing knowledge; 61% (28 of the 46) noted that their 
organisations encouraged experienced employees to share their knowledge with new or less 
experienced employees; 52% (24 of the 46) noted that their organisations have a specific 
training programme for expanding awareness on sharing knowledge; and only 44% (20 of the 
46) noted that their organisations created new job roles and positions (e.g. knowledge transfer 
officers) for sharing knowledge.  
 
For instance, in this study, one of the interviewees noted that their organisation has 
established a cash prize in recognition of employees’ exemplary sharing of knowledge related 
to waste reduction initiatives. It is positive incentive for employees to go beyond their regular 
job responsibility and to become eligible for a cash award of SR250 to SR500. Another 
interviewee noted that:  
“We have different types of monetary reward systems within our company for 
encouraging and recognising employee performance with respect to knowledge 
management. However, I believe that there should be a mixture of monetary and non-
monetary rewards”.  
 
Interviewee from the large multinational company noted that:   
“We believe in team working and thus allow the rewards on the achievement of team 
task rather than individuals because if we do so, employees that are less competent 
 
 
may feel de-motivated. This allows the employees to be active in sharing the 
knowledge.” 
 
However, many interviewees believe that, monetary benefits are not the only way to 
encourage knowledge sharing culture. To encourage employees, many organisations in this 
study, give out special ‘knowledge management awards’ every month, quarter, or annually to 
teams or an individual who successfully introduce new KM related processes. Typical non-
monetary rewards include: public recognition through press releases, newsletter which is 
distributed to key stakeholders such as suppliers, employees, and local communities and 
letters of thanks and commendation. Another interviewees from the large construction 
company echoed the same view that:  
“I think non-monetary incentives such as recognition and employee appreciation are 
more rewarding and valued by employees rather than mere monetary rewards. 
Promotion and job enrichment are the real incentives which motivate employees. 
Therefore, our organisation tries to promote employees who are encouraging the flow 
of knowledge rather than restricting it.” 
 
However, one of the interviewees noted that: “…There are no specific incentives in our 
organisation. Employees are highly subjective about their tasks and there is a consistent habit 
of knowledge sharing within the organization among employees.” 
 
Analysis of the above results suggests that reward system is a critical tool to implement KM 
strategies in the KSA construction organisations. But the problem with many reward systems 
and incentives for sharing knowledge is that useful knowledge comes from the lower cadre in 
the organisation, from people who are not on incentive systems and probably respond much 
more readily to the feeling that they belong to highly motivated, leading edge, innovative 
groups of people (Olatokun and Nwafor 2012). 
 
It is evident from the above results that knowledge sharing strategies are well implemented in 
the KSA construction organisations. It is evident that organisations are increasingly 
recognising the importance of utilising their knowledge assets. This recognition is manifested 
by the creation of reward systems, training programmes and appointment of KM specialists to 
promote knowledge sharing culture in their organisations.  
 
However, 15% (7 of the 46) of the interviewees noted that their organisations do not have 
knowledge sharing strategies. Some of the key concerns cited by these interviewees include: 
lack of top management support, employees reluctant to spend time on knowledge sharing, 
fear of hosting ‘knowledge practices’ and low awareness and realisation of the value and 
benefit of possessed knowledge to others. One of the most important issues when working on 
a KM strategy is to create the right incentives for people to share and apply knowledge 
(Olatokun and Nwafor, 2012). Whittington, et al., (1999) noted that the focus of change is not 
only on organisational process and structure, but also organisational culture. This will, in 
turn, help harness the discretionary effort essential for installing a sustainable enterprises 
culture and successfully propelling the entire organisation into future. Therefore, it is 
suggests that cultural change initiatives such as incentive and reward systems for promoting 
knowledge sharing need to be institutionalised.  
 
According to Nonaka and Takeuchi (1995), information is the “flow of message”, and 
knowledge is created when this flow of messages interacts with the beliefs and commitments 
of its holders. Also they argued that organisations cannot create knowledge without 
 
 
individuals, and unless individual knowledge is shared with other individuals and groups, the 
knowledge is likely to have limited impact on organisational effectiveness.  Skyrme (2001) 
noted that compensation and recognition for contributing to knowledge sharing efforts is not 
sufficiently rewarded to individuals by the organisation. If there is inadequate remuneration, 
KM strategies can potentially fail as people are less likely to contribute to it. Personal reward 
systems must support the culture of sharing knowledge (Mayo, 1998). To improve this 
process, it is crucial to reward employees that contribute their expertise and to make sure 
employees understand the benefits of KM.  
 
The concept of culture is particularly important when attempting to manage organisation-
wide change (Senge, et al., 2007). Practitioners are increasingly realising that, despite the 
best-laid plans, organisational change must include not only changing structures and 
processes, but also changing the organisational culture including reward systems as well. This 
is also the case of KM strategies deployment in the KSA construction organisations, which 
demands a cross-functional teamwork, commitment and active participation. 
 
3.2 Capturing knowledge   
 
Many construction organisations are now engaging in KM in order to leverage knowledge 
both within their organisation and externally to their shareholders and customers. Ulrick 
(1997) suggested that organisations need to be able to capture the tacit knowledge of its 
employees and to do this effectively; it is argued that management needs to involve and 
engage employees fully in the activities of the organisation. According to Tan et al. (2010) 
knowledge capture is to identify and store knowledge and evaluate information captured; 
knowledge sharing is to exchange and transfer knowledge to an individual or organisation 
through media; knowledge re-use is to re-apply knowledge stored for innovation and 
updating knowledge is to archive and refine knowledge in the repository and keep necessary 
information up to date. Brooking (1996), noted that only 20% of knowledge available to an 
organisation is actually used and the remaining 80% of the employee’s knowledge is wasted 
without effectively capturing it. 
 
In this study, only 70% (32 of the 46) of the interviewees noted that their organisations have 
implemented knowledge capturing strategies. The key reasons cited by these interviewees 
include: to improve sustainable competitive advantage, to reduce economic risks, to reduce 
re-work, and to reduce new hires learning time.  For instance, in this study, one of the 
interviewees noted that: 
“Our organisation has lacked knowledge about the latest fiscal/regulatory measures, 
consequences of waste, what happened to it and the potential for reducing it. 
Therefore, there was a strong need for us to know regarding these issues. In an effort 
to capture waste management related knowledge, we send our key employees to 
attend waste management training course to gain the necessary skills. I must admit 
that training programme was very good. After attending the training course, our 
employee’s hands-on training experience served as the primary source of knowledge 
about waste reduction activities”. 
 
Analysis of the above statement suggests that organisations are capturing from external 
consultants. Using partnerships or strategic alliances specially to capture knowledge is a 
fairly common practice among the interviewed organisations in this study. Most often cited 
strategies used under the umbrella of ‘knowledge capture’ include: encouraging employees to 
participate in project teams with external experts (68%), capturing knowledge from external 
 
 
sources (65%) (e.g. academic institutes, Government organisations), a written knowledge 
capture policy (60%), dedication of resources for knowledge capture (50%), IT infrastructure 
(45%), specific training programmes (35%), and reward systems to promote knowledge 
capture strategies (30%).  
 
Tan et al. (2007) deduces that knowledge capture encompasses three sub-processes. Firstly 
and foremost, the identification and location of knowledge: concern with the discovering of 
the natures of knowledge to be managed and the location where such knowledge is situated 
for learning (Markus, 2001). Secondly, representation and storage of knowledge: meaning 
indexing, organising and structuring knowledge into exact knowledge areas and authority in 
the standards (Carrillo and Chinowsky, 2006). Finally, validation of knowledge: to ensure the 
credibility of knowledge captured and proper storage, with all relevant related facts and in the 
right format (Kasimu et al., 2013). Dalkir (2005) classified KM technologies according to the 
following schemes: (a) communication, (b) collaboration, (c) content creation, (d) content 
management, (e) adaptation, (f) elearning, (g) personal tools, (h) artificial intelligence, and (i) 
networking. The two important techniques used in the capture of tacit knowledge are content 
creation and content management using artificial intelligence tools such as decision support 
systems and expert systems. In this study, most often cited knowledge capturing techniques 
and technologies include: capturing best practices through interviewing “experts”, intranet, 
learning histories, exit interviews, conducting surveys, after-action-review, real time audio 
and video recording and minutes of meetings.  
 
In this study, 30% (14 of the 46) of the interviewees noted that their organisations do not 
have any strategies to capture knowledge. Some of the concerns cited by these interviewees 
include: difficulty to capture tacit knowledge, too expensive, difficulty to capture knowledge 
from external stakeholder, lack of awareness, and lack of knowledge capture tools. Noordin 
et al. (2012) stressed that failure to capture the knowledge and experiences during the 
construction phase will result in a great loss to not only the organisation, but represent 
unnecessary wastages of assets. Indeed, Kasimu et al. (2013) expressed that knowledge 
across a project is key, in order to transfer knowledge from a current project to future 
developments. In other words, allows individuals to use existing proven knowledge to solve 
issues as a substitute of generating new knowledge, which can take up vast amounts of time 
and resources (Fernie et al., 2003). Thus by, this has shown the need for the development of 
appropriate strategy for capturing knowledge of construction projects by using technology, 
techniques, concept and tools. Furthermore, Kasimu et al. (2013) points out that capturing 
knowledge will help to prevent the loss of critical knowledge due to retirement, downsizing 
and outsourcing and discards the experts and professionals at the expiration of the project.  
 
However, this study results suggest that, the level of implementation of knowledge capturing 
strategies is moderate. The results are not surprising because Suresh and Egbu (2012) 
revealed that the level of implementation of knowledge capture initiatives is still in their 
infancy in the construction sector. The construction industry is characterised by a wealth of 
experiential knowledge, yet senior staff retire or leave organisations regularly, potentially 
taking tacit knowledge and a potential source of competitive advantage with them. Capturing 
key lessons learned by others as well as good work practices helps to prevent firms from 
repeating errors while allowing new project teams to build on the work of their predecessors 
(Dixon, 2000). Therefore, the KSA construction organisations should decide how best to 
cope with this problem such that as much knowledge as possible is retained within 
organisational boundaries. 
 
 
 
3.3 Mapping knowledge   
 
In this study, only 50% (23 of the 46) of the interviewees noted that their organisations have 
implemented strategies related to mapping knowledge.  Some of the knowledge mapping 
tools that are most commonly used include: corporate yellow pages, expertise database, hard-
tagging experts, mind map, business process map and topic maps.  The key reasons cited by 
the interviewees for mapping knowledge include: to improve the flow of knowledge, to 
identify internal knowledge assets, and to improve accessibility to knowledge. For instance, 
one of the interviewees noted that: 
“Recently, we have modified our company webpage and included a section on 
‘Health and Safety’ (H&S). Our web team developed and included a sitemap of 
valuable ‘know-how’ and ‘how to do’ on H&S. This section includes: quarterly 
electronic newsletters, annual H&S reports, key contacts related to H&S, emerging 
H&S issues, experts’ opinions and success stories related to H&S in our 
organisation”.  
 
The aforementioned statement reveals that, organisations are mapping knowledge. 
Knowledge mapping aimed at the external stakeholders such as communities is most relevant 
when it comes to visualising and presenting organisation H&S performance. This can be a 
form of marketing where the purpose is to attract positive attention, and in the extension 
some kind of pay-off, new clients/customer contacts, invitations or recognition. The company 
homepage is an obvious technology for this type of communication. The benefits of using 
maps in this way improve relationships with the external stakeholder as well as internal staff 
and a sense of common commitment towards H&S.  
 
The most often cited strategies implemented for mapping knowledge include: identification 
of internal and external knowledge sources (45%), conducting knowledge audit (40%), 
dedication of time for mapping knowledge (30%), encouraging employees to participate in 
mapping process (25%), project teams with external mapping experts (23%), information and 
communication technologies (ICT) infrastructure (20%), specific training programme(s) 
(17%), and reward system(s) to promote knowledge mapping initiatives (11%). Overall this 
study results suggest that knowledge mapping strategies are less implemented in the 
construction and the NPOs sector. This could be due to the current KM literature has only a 
few stories to illustrate the potential of such knowledge maps (Eppler, 2003). However, with 
the rapid development of ICT it is predicted that they may soon become a standard element in 
organisations’ knowledge management strategy. 
 
Significantly, 50% (23 of the 46) of the interviewees noted that their organisations do not 
have any strategies for mapping knowledge. Some of the key reasons cited by these 
interviewees include: lack of knowledge mapping awareness, lack of infrastructure, difficult 
to map stakeholder’s knowledge, and difficult to map tacit knowledge. Knowledge mapping 
confers benefits such as improved ability to locate knowledge in processes, people, 
repositories and context; and improved awareness of islands of expertise and evaluation of 
intellectual and intangible assets, improved decision making and problem solving by 
providing applicable information, and effective knowledge sharing associated with 
knowledge exploitation in organisations (Davenport and Prusak, 1998; Eppler, 2003). 
Conducting ‘knowledge auditing’ would show how organisation currently creates new 
knowledge, stores, access, use and share the knowledge that they need to do their jobs. 
According to Burnett, et al., (2004) a successful audit should effectively reflect the 
 
 
organisation knowledge assets and how it flows. It also shows key internal and external 
sources of knowledge that organisations are using for solving day-to-day business problems. 
 
4. Conclusion 
 
Knowledge is an organisations most critical asset and a source of lasting competitive 
advantage. The construction industry is one of the critical industries that operates in an 
information-rich environment, which relies heavily on knowledge as one of the strategic 
resources to ensure the tasks associated with the domain can be performed effectively and 
efficiently by the project team members. Knowledge has now become widely recognised and 
accepted as a valuable organisational resource in the KSA construction business. As revealed 
by the study, the three key KM strategies have been used in the KSA construction 
organisations at different levels of implementation. They are: sharing, capturing, and 
mapping knowledge. This study results suggests that the extent of implementation of 
initiatives related to sharing knowledge is relatively high when compared to capturing and 
mapping of knowledge. Strategically, tacit knowledge capture is critical when an issue of 
knowledge continuity arises or due to other concerns with groups and the organisation as a 
whole. Employee’s especially new hires are facing steeper, longer learning curves at the same 
time that construction organisations are looking for faster revenues and higher productivity. 
Therefore, there is a great need to develop systems that capture tacit knowledge more 
effectively in the KSA construction organisations. The KSA construction organisations can 
benefit from developing a knowledge map or taxonomy that describes the knowledge critical 
for operations, skills required to perform the tasks, and individuals currently performing these 
critical tasks. However, it is evident from the current study results that knowledge mapping 
strategies is under implemented across the KSA construction organisations. This could be due 
to the fact that mapping of knowledge is in its infancy in the construction organisations. 
Therefore, there is an urgent need for developing and deploying industry wide knowledge 
mapping awareness programmes to improve understanding on the concept and benefits of 
mapping knowledge. The paper concludes that managing knowledge is an integrated and 
complex process. Taken together, the impact of management commitment and leadership, 
KM policies, structures, reward systems, training programmes and performance reporting are 
key factors in successful implementation of KM strategies in the KSA construction 
organisations. 
 
Given that the research reported in this paper is largely exploratory by nature and participants 
were managers  and directors only, the results presented are only tentative and of limited 
value for the purpose of generalisability. Furthermore, findings of this paper are limited to the 
KSA construction sector context only, as such, the level of generalisability outside this 
context may be very limited. Therefore, additional research is required to explore the 
complex issues of implementing KM strategies in other industry as well. This should lead to a 
generation of best practices in implementing KM strategies in the KSA.   
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